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metropolitan integration research center: 
. 1108 W. aNTm STREET MILWAUKEE. WlSCONSIN 5.3206 
TELEPHONE (414) 26J-28JO 
Report No . 2 
September, 1980 
INTEGRATION CHALLENGES FOR THE 1980 1 S: 
AFFIRMATIVE ACTION PROGRAMS FOR THE 
MILWAUKEE PUBLIC SCHOOL ADMINISTRATION 
On March 2, 1976 the Milwaukee Board of School Directors adopted 
an Affirmative Action Policy Statement for the school system. The 
statement lists nine goals designed to insure equal opportunity in 
employment and to achieve a school staffing pattern which is reflective 
of the Milwaukee community. This report examines the current 
employment profile of the central administration of the Milwaukee 
Public Schools to determine what impact the School Board's policy has 
had in changing minority staffing patterns among administrative staff . 
Findings: 
1. Wi thin the MPS administration at central office there are 577 
staff , reporting either to the Superintendent or the 
Secretary-Business Manager. A survey in summer of 1980 revealed 
that only 63 of the 405 central administrative staff under the 
Office of the Superintendent are minorities. 54 are black (13%), 8 
are Hispanic(2%), 1 is Native American (0.2%), and 342 are white 
(84%). Of the 172 central office personnel under the 
Secretary-Business Manager, 162 are white (94%), 9 are black (5%) , 
and 1 is Hispanic. 
2. The Administration has failed to develop a written affirmative 
action program or prepare annual reports for the School Board on 
each division's progress in meeting specific goals and timetables , 
as mandated by the Board of School Directors in March , 1976 . 
3. While minority students comprised 53% of the student enrollment in 
1979-80 and are expected to make up 65% of the student body by 
1983-84 , minority staff constitute only 12.5% of all central office 
personnel employed by MPS. One of the fourteen divisions is headed 
by a black person and no divisions or departments are headed by 
Hispanic or Native American staff. 
4. Since adoption of an affirmative action policy statement in March , 
1976 , Milwaukee Public Sdbols has replaced one-half of the 14 
division heads for the system, providing un ique opportunitites for 
minority persons to assume major positions of authority in the 
Milwaukee school system. One black person and 6 whites were 
employed for these positions. 
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5. MPS departments with poor track records in employing minorities in 
key positions of responsibility include: Elementary & Secondary 
Education, Instructional Resources, Employee & Management Services, 
the Chief Negotiator ' s Office, Budget Planning & Fiscal Studies , 
Facilities Planning & Administrative Research, and Transportation. 
All divisions serving under the Secretary-Business Manager lack 
minorities in positions of authority. (See pp. 4-6.) 
Recommendations 
1. MPS should establish an affirmative action office with a fulltime 
coordinator and staff to coordinate specific administrative 
practices which will insure an effective affirmative action 
program. This office should report directly to the Superintendent 
of Schools and Secretary-Business Manager and be staffed by an 
individual with demonstrated experience in affirmative action 
work. This individual should be selected through a nationwide 
search of candidates. 
2. The School Administration should develop a written affirmative 
action program (as required by the Board in March, 1976) which 
outlines specific administrative practices in recruitment, 
selection, placement, training, assignment, promotion , transfer, 
compensation, benefits and termination, which will insure equal 
opportunity in employment in each division of Milwaukee Public 
Schools. 
3. Each division should be required to establish and accomplish 
specific affirmative action objectives based on annual goals and 
timetables (as required by the School Board in March, 1976) • These 
plans should identify all anticipated vacancies in each department, 
report whether there are likely to be eligible minority candidates 
if the positions are filled from within the system, set specific 
goals for minority employment in these vacancies, and identify 
methods which will be used to attract qualified minority candidates. 
4. Affirmative action plans and progress reports for all departments 
employing classified personnel through City of Milwaukee civil 
service should be monitored by the Milwaukee Commission on 
Community Relations. This monitoring could insure that the city 
does not jeopardize its federal funding sources while providing 
valuable assistance to the Milwaukee Public Schools in their 
affirmative action efforts. 
5. Whenever the Administration recommends that the School Board fill 
an administrative position from within the system, a report should 
be provided to the Board indicating the number of eligible minority 




1976 School Board Goals for Affirmative Action 
Have Not Been Implemented 
The Affirmative Action Policy Statement for Personnel (see p . ll) 
adopted by the School Board in March , 1976 delinea t es nine goals for 
the school system in employment, i ncluding establishment of a human 
rights office with a fullt ime coordinator and staff . No fulltime 
person was ever hi red as aff irmative action officer for the system. I n 
1979, a s taff person was appointed affirmative action officer as one of 
his many j ob responsibilities. (He was also responsible for 
development of school-community security programs, supervision of 
communi t y aides , and assisting with human relations programs . ) 
The Superintendent maintains t hat he prefers a "direct action" 
approach to affirmative action in the system , where equal employment 
recruiting is shared by a variety of school staff . School staff point 
to a number of significant minority appointments since 1976 -- notably, 
the assistant superintendent of the Division of Exceptional Education 
and Supportive Services, executive director of the Department of School 
Adminstrative Services, general ass i stant to the s uperintendent, and 
special assistant to the superintendent for human rights coordination 
and staff development. 
Such an approach , while laudable, has several limitations. Pirst, 
the Administration has no f ull t ime staff person with expertise in 
minority recruiting who can insure that all divisions and departments 
are effectively recruiting and hiring minor i ty candidates. The re is an 
assumption that every department knows how to locate minority 
candidates for open positions. Yet, we were told repeatedly in 
preparing this study that qualified minorities could not be located for 
specific jobs. Secondly, the informal system presently in operation 
provides no accountab ility to the School Board or the public as to the 
system's overall effectiveness in placing minorities in positions of 
responsibility in the Admin i stration. (This report by the Metropolitan 
Integration Research Center represents the first r epor t available to 
the public on t he number and positions of minorities in central 
office.) Third, the present informal system places emphasis upon 
fill i ng individual vacancies as they arise rather than requiring 
divisions to develop long-range plans t o insure that minority staff 
have full participation in all departments, as mandated by the School 
Board action of March, 1976 . 
By contrast, the City of Milwaukee employs three persons fulltime 
to coordinate the affirmative action efforts of city departments . In 
addition, each department has an Equal Employment Opportuni ty Advisor y 
Officer and a multi-racial committee of employees who assist with 
affirmative action planning and hear grievances. The Milwaukee 
Commission on Community Relations staff rece ives all departmental 
affirmative action plans and monitors their efforts to insure 
compliance with city, sta t e and federal law. 
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12.5% of Central Office Staff Are Minorities 
The student body of the Milwaukee Public Schools is expected to 
reach 65% minority within the next three years , including a 55% black 
and about 8% Hispanic student population. What kind of administrative 
staff will direct the education of these children? 
In summer of 1980 the Metropolitan Integration Research Center 
conducted a phone survey to establish the race of all central office 
employees listed in the 1979-80 Roster, prepared by the Division of 
Relationships . The Center focused on the administrative staff because 
they supervise the educational programs of the school system, provide 
guidance to the Milwaukee Board of School Directors in establishing 
school policies, and conduct the business operations for the school 
system. The following information highlights the racial make-up of 
administrative school staff as of Summer , 1980. 
OFFICE OF THE SUPERINTENDENT OF SCHOOLS 
The Superintendent of Schools is responsible for the administration 
and supervision of the educational and recreation programs in the 
Milwaukee Public Schools. 404 central office employees serve under his 
direction (as of summer , 1980). 341 of these staff persons are white 
(84%), 54 are black (13%), 8 are Hispanic (2%) and 1 is Native 
American. The Superintendent supervises 7 divisions; one is headed by 
a black male, 6 are headed by white males. 
Superintendent - - The Superintendent (white) has five persons reporting 
directly to him. His general assistant, special assistant for human 
relations and staff development, and a secretary are black. 
Deputy Superintendent -- Of the 13 staff in this office (including the 
Department of Transportation Services), one secretary is black. 
Division of Administrative and Pupil Personnel -- The division head is 
whi te. The executive director of the Department of School 
Administrative Services , which aids principals in determi ning the 
educational needs of each school, is black. He s upervises 6 white 
school administrative specialists and 3 assistant school administrative 
speciali sts (1 white, 1 black, 1 Hispanic). Other minority staff 
include the Bilingual Parent Coordinator, and 1 black and 1 Hispanic 
secretary. The Department of Pupil Personnel is headed by a white male 
and includes 1 black field counselor and 2 black office assistants. 
Division of Curriculum and Instruction -- Of the 185 positions listed 
under Curriculum and Instruction, 24 are held by blacks , 4 by Hispanics 
and 1 by a Native American . All but 10 of these are federally funded 
positions. None of the 25 curriculum specialists and education 
supervisors in the Department of Elementary and Secondary Education are 
minorities, although three programs (Head Start, Bilingual Education , 
and Educational Opportunities for Native Americans) are coordinated by 
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minority staff. The Department of Instructional Resources has 3 black 
staff out of 38. 
Division of Exceptional Education and Supportive Services -- This is 
the only division that is headed by a minority. The other black 
employee is coordinator of Psychological Services. The other 11 
central office employees are white. 
Division of Personnel -- Information on race was available for 28 
positions. Three of the employees are black (a staffing specialist and 
2 office assistants.) 
Table 1: MPS Central Office Adminitrative Staff by Race: 1979-80 
Black Hispanic 
Total Employees Employees 
Division Employees • % • % 
Superintendent 6 3 50 % 0 0 % 
Deputy Superintendent 13 1 8 0 0 
Chief Negotiator 6 0 0 0 0 








Cur riculum & Instruction 185 • 24 13 4 2 156 84 
Exceptional Educ. & Support Serv. 13 2 15 0 0 11 85 
Personnel 29 3 10 0 0 26 90 
Planning & Long Range Development 38 3 8 0 0 35 92 
Relationships 10 1 10 l 10 8 80 
Muni. Recreation & Community Educ. 68 11 16 0 0 57 84 
Business Office 5 0 0 0 0 5 100 
% 
Accounting 40 3 7.5 0 0 37 92.5 
Construction 10 0 0 0 0 10 100 
Plant Operation 7 0 0 0 0 7 100 
Data Processing 32 4 12.5 0 0 28 87.5 
Purchasing 37 l 3 1 3 35 94 
Repair 31 0 0 0 0 31 100 
Food Services 10 1 10 0 0 9 90 
- - - - -
TOTAL 577 63 10.9% 9 1.6% 505 87.5 
*Includes l Native American employee. 
Source: Central Office positions were identified from the 1979-80 Roster , 
published by the Milwaukee Public Schools Division of Relationships. 
The race of school personnel was determined by contacting each division 
by phone in summer of 1980. Positions vacant at that time were omitted. 
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Division of Planning and Long Range Development -- Three of the 38 positions 
are held by blacks . The black employees all hold federally funded positions 
(Title IV planning specialist , a research ass i stant and an evaluation 
assistant . ) No minorities are employed in the Department of Budget Planning 
and Fiscal Studies or the Department of Facilities Planning and Administrative 
Research . 
Division of Relationships -- Of the 10 employees within this division, 1 i s 
black (a mass media specialist) and 1 is Hispanic (Title VI media specialist). 
Division of Municipal Recreation and Community Education Eleven employees 
out of 68 are black: an area administrator, 3 recreation s upervisors , 5 
community recreation specialists, and 2 secretaries. 
In addition, the Chief Negotiator and his staff report both to the 
Superintendent and the Secretary-Business Manager. This six- person s taff is 
all white. 
BUSINESS OFFICE 
The Secretary-Business Manager (white) is responsibile for the general 
s upervision , management and conduct of the business department, through the 
accounting, construction, data processing, plant operation, purchas ing, repair 
and school food services divisions. All seven of his division heads are 
whites . Of the 171 central office staff under his jurisdiction in summer of 
1980, 161 were white (94%), 9 were black (5%) and 1 was Hispanic (1%). 
Business Office -- All 5 staff persons in the business office are white . 
Accounting Division -- 40 employees are listed in this div ision. Three 
employees are blackt all are office assistant. 
Construction Division -- All 10 of the employees within this division 
are white. 
Plant 9peration Division -- All 7 central office employees listed are 
white. 
Data Processing Division -- There are 32 employees within the 
division. Of these , 4 are black. One is a computer programmer, 1 a 
computer operator, and 2 are keypunchers. 
Purchasing Division - Of the 37 positions listed , l is black and 1 i s 
Hispanic. Both are office assistants. 
Repair Division - All 31 employees listed are white. 
Food Services Division - 10 positions are listed in this division. One 
black employee (a s upe rvising dietian) i s in the division. 
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Six of 7 Division Heads Employed Since 1976 Were White 
Since 1976 one-half of t he fourteen div i s i on heads of MPS have 
been repl aced, providing unique opportunities for minority persons t o 
assume ma jor positions of authority in t he Milwaukee school system. A 
minority (black) was employed for one divis ion - - Exceptional Education 
and Supportive Services . Whites were employed to head the other s i x 
divisions: Administrative & Pupi l Personnel Services, Curriculum & 
Instruction (1 year appointment), Municipal Recreation & Community 
Education , Planning & Long- Range Development, Food Services , and Plant 
Operation . In addition , both the deputy superintendent and the 
ass i stant Secret ary-Business Manager pos itions were filled by white 
males . 
I~ o 
A breakdown of new adminis trative appointments and remotions 
of central office personnel was prepared by school offic ls i n 
response to this report. It showed that since 1976, new s taff were 
hired in central office administrative positions. (We excl uded 
principals , assis tant principals and ass i s tants in administration 
serving at individual school sites .) 52 of t hese employees were black 
(~%), 9 were Hispanic (5%) and~ were white (~). 
v-1 I'\.., tO fl"Jo 
MPS presently does not prepare annual reports summarizing t heir 
overall empl oyment practices by race. However, the u.s. Equal 
Employment Opportunity Commission requires a report on new personnel 
hired in July -October of each year. Becaus e the school s ystem f ills 
many per sonnel positions through promotion of existing staff, new 
hiring represents a critical area in which the racial balance of the 
MPS staff can be improved. What i s the track record according to the 
EEOC reports? 
Table 2 : Milwaukee Public Schools New Employees : 4 Reporting Periods 
New White New Black New Hispanic New Asian New Nat. 
Hires Hires Bires Hires Amer • Hires 
Classification • ' • ' • ' 
t 
' • 
Offici als, Admin ., Manager 
-- 0% 3 100% -- 0% -- 0% --
Classroom Teachers 400 82 53 11 27 6 7 1 --
Other Professional Staff 155 93 9 5 1 1 -- 0 1 
--
Sub-Total 555 85 65 10 28 4 7 1 1 
Non-Professional Staff 42 46 49 53 1 1 -- 0 -
- - - - -- - -
TOTAL 597 80% 114 15\ 29 4% 7 1% 1 
Source: EE0-5 Reports filed wi th the Equal Employment Opportunity Commission by 
Mil waukee Publ ic Schools on employees hired from July-october i n 1976 , 









Since 1976, 748 new employees were hired during the July to 
October reporting periods. 92 of these employees were non-professional 
staff. Under this classification, 53% of new hires were black, 46% 
white, and 1% Hispanic. However, in the higher paying professional 
positions (including administrators, classroom teachers, and other 
professional staff), 85% of new employees were white, 10% were black, 
4% Hispanic and 1% were Asian Americans. 
One-Third of Minority Staff Positions Are Federally-Funded 
Minority employees in the various central office divisions 
account for 12 . 5% of total employees (10.9% black and 1.6% Hispanic). 
Of the 72 minority employees listed, 33% were in federally funded 
positions. Federally funded positions for whites account for only 7.5% 
of all white employees in the divisions. 
Employment of minority persons in federally funded positions 
encourages multiracial input in the development of several important 
school programs , including ESEA Title I education for disadvantaged 
children, desegregation planning, magnet school programs , bilingual 
education and Read Start. Often new administrative positions created 
during the 1970's period of declining enrollments were in federally 
funded programs. However, these staff often relate to separate 
programs established for minorities or disadvantaged children and do 
not have supervisory responsibilities for regular school operations. 
For example, the Department of Elementary and Secondary Education has 
minority staff coordinating the Bilingual Education program, 
Educational Opportunities for Native Americans, and the Bead Start 
program. However, no minority staff serve as curriculum specialists 
(14 positions) or education supervisors (11 positions) in curricula 
subject areas. 
A second limitation of federally funded positions is that their 
continued funding is often uncertain and dependent upon annual 
competitions for federal grants. These positions are usually 
designated as temporary. However, school officials report that 
individuals in these positions are almost always given lateral 
employment in the school system if the grants expire. 
1/2 of Minorities in Locally Funded Positions Earn Less Than $18 ,000 
Income data for 505 locally funded positions in central office 
were analyzed . (The analysis did not include federally-funded 
positions, which are not listed in the MPS budget . ) Annual incomes 
were divided into three ranges: high ($35,000 and above), middle 
($18,000- $34,999), and low (less that $18,000). 
Our analysis revealed that 52% of black employees and 20% of 
Hispanic employees make less than $18,000 per year. In total, 
minorities comprised 10% of locally funded central office staff earning 
less than $18,000 per year and only 7.5, of staff earning $35,000 and 
above. Eight of the 9 minority staff persons working for the 
Secretary-Business Manager earn less that $18,000. 
·~ 
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Table 3: Incomes of Locally-Funded Central Office Staff by Race 
Low Ranse* Middle Ran9:e* Hi9:h Ran9:e* 
Division Bl. Hisp. White Bl. Bisp. White Bl. Hisp. 
Superintendent 7 -- 1 -- -- 1 2 --







-- -- -- -- --
2 -- --
Admin & Pupil Pers 3 
--
12 2 1 6 1 --
Curriculum & Instr 
-- --
43 6 3 72 
-- --
Ex Ed & Supp Serv 
-- -- -- -- --
3 2 --
Personnel 2 -- 18 l -- 5 -- --















-- -- 1 -- --
Accounting 3 -- 26 -- -- 8 -- --
Construction -- -- 2 -- -- 7 -- --
Plant Operation -- -- 3 -- -- 4 -- --
Data Process ing 4 
--
17 -- -- 9 -- --
Purchasing 1 1 23 -- -- 11 -- --
Repair 
- - 9 -- -- 20 -- --
Food Services -- - 3 1 -- 5 -- --
TOTAL 22 1 206 15 4 190 5 --
' 
of Total 




Group 52.4 20.0 45.0 35.7 80.0 41.5 11.9 o.o 
*Low-range includes incomes less than $18 ,000 per year: middle range -























Source: Central office positions were identified from the 1979-80 Roster 
and matched with salary figures included in the 1980-81 Budget. 
Salaries are not included in the budget document for federally 
funded positions and we omitted staff which could not be 
individually identified by their job titles listed in the 1979-80 
Roster. Race was determined by a Summer, 1980 phone survey. 
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School System Should Actively Pursue EqUal Employment Goals 
This report documents the lack of an effective affirmative 
action plan and speaks to the need for more aggressive efforts toward 
equal employment in the Milwaukee school system. The written 
affirmative action program (requested by the School Board for each 
division) should include a written description of the Administration ' s 
present and planned efforts in each of the following critical areas: 
A. Recruitment and Selection of Personnel -- Efforts should be made to 
increase the recruitment of racial minorities through the use of 
non-traditional sources, i.e., publications with large minority 
audiences , minority professional organizations, networks of 
minority professionals. 
B. Promotion and Upgrading of Personnel -- Staff responsible for the 
evaluation, upgrading and promotion of employees should complete 
regular monitoring reports indicating: 
The promotion records of racial minorities in each employee 
classification and unit. 
- The identification of employees who presently hold positions that 
underutilize their credentials and abilities. 
- The barriers to the upgrading of these employees and 
recommendations for overcoming these barriers. 
c. upward Mobility - To provide minority personnel with opportunitites 
for staff development and the competencies needed for upward 
mobility, a development program should be initiated, which includes: 
- An intern program developed to assist minorities attain 
administrative and management skills and knowledge in departments 
which presently employ few or no minorities. 
- A program to assist minorities at all staffing levels increase 
their skills for upward mobility. 
- A counseling program to assist minority employees with career 
planning, and work-associated problems. 
D. Employee Assignments - All employees should be made fully aware of 
the goals and timetables and modifications of policies and 
practices specified in the affirmative action program of the 
division. All employee assignments should be reviewed and assessed 
on a regular basis to insure non-discrimination. 
E. Job Analysis - All employment positions should be reviewed in terms 
of existing job descriptions, minimal valid job requirements and 
job functions. Performance criteria should be developed for each 
position, as a guide for evaluating, promoting and hiring personnel . 
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MILWAUREE PUBLIC SCHOOLS 
AFFIRMATIVE ACTION POLICY STATEMENT FOR PERSONNEL 
The policy of the Milwaukee Public School District is to 
prohibit discrimination against any individual for reasons of race , 
color, religion, handicap, national origin , sex, age , or socio-economic 
status. Accordingly, special efforts shall be taken in recruitment and 
all phases of employment to overcome inequities and subsequent 
under-utilization of protected groups which may have occurred in the 
past because of neglect as well as overt action. These special efforts 
will be outlined in a written Affirmative Action Program which will 
specifically outline the appropriate administrative practices to insure 
equal opportunity in employment for all qualified persons. "All phases 
of employment" shall include the categories of recruitment, selection, 
placement, training, assignment, promotion, transfer , compensation, 
benefits and termination. 
The goals of this affirmative action program, adopted by the 
Board of Schools Directors on March 2, 1976, are: 
1. to achieve a staffing pattern which is reflective of our community 
2. to provide job training and educational opportunities to help all 
employees grow in their jobs and prepare for advancement, assuring 
protected groups every opportunity to participate in such activity to 
prepare them for positions at all levels 
3. to assist all employees employed by and trained by the Milwaukee 
Public Schools to secure positions commensurate with their skills and 
knowledge, assuring protected groups equal access to promotion or 
advancement 
4. to resolve efficiently concerns of all employees and prospective 
employees which may arise in connection with the affirmative action 
program 
5. to review all decisions and actions in light of their potential for 
strengthening interpersonal relationships 
6. to develop activities, including in-service courses, to stimulate 
awareness of the problems of discrimination 
7. to join with other agencies and groups in promoting the dign ity and 
self-respect of employees as these individuals strive to improve their 
socio-economic status in our society 
8. to plan with each division and report to the Board of School Directors 
on an annual basis the establishment and accomplishment of specific 
affirmative action objectives including yearly goals and timetables 
9. to establish a human rights office with a full-time coordinator and 
appropriate staff for the coordination of specific administrative 
practices pertaining to these enumerated goals and related activities . 
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Coalition Demands Changes 
Administration Fails to 
Meet Affirmative Action Goals 
By Michael Holt 
The Milwaukee 
School Board should 
immediate ly hire a fu ll 
time affirmative action 
coord inator to imple-
ment administrative 
staffing changes wh ich 
would be reflective of 
the school population, 
a coalit ion of commu-
nity organizations de-
manded at a press con-
ference Tuesday. 
Supporting a recent 
investigation by the 
Metropoli tan Int egra-
tion Research Center. 
(M I RC) which revea led 
gross contradictions to 
the Board's Affirmative 
Action Pol icy State· 
ment of 1976, the coa-
li tion also recommend-
ed nine goals "designed 
to insure equal oppor-
tunity in employment." 
In addition to hiring 
a fu ll t ime affirmative 
action officer, the 
Ml RC also recommend-
ed that the school ad-
ministration develop a 
written affirmative ac-
tion program, as re-
quired by the . ~oard in 
1976; each administra-
t ion division be requ ired 
to establish and accom-
plish specific affirmative 
action objectives based 
on annual goals and 
timetables; and that ra. 
ports be provided the 
Board indicating the 
number of eligible min-
ority candidates likely 
to apply as vacancies 
are made. 
Kenneth Robinson, 
of MIRC said at the 
press conference that 
a survey conducted 
this past summer re-
vealed that only 63 oi 
the 405 central admin-
istrative staff under the 
Office of the Superin-
tendent are minorities. 
He also explained that 
though minority stu-
dents comprised 53% of 
the student enrollment 
this year, and are ex-
pected to comprise 65% 
by 1983, minority staff 
members constitute on-
ly 12.5% of all central 
office r:>crsonnel. 
"Responsibility for 
affirmative action lies 
with the School Board" 
Robinson said, "and 
there is failure by the 
administration to carry 
out t he mandates of the 
Board. The Board mus.• 
be accountable to t he 
community and affirma· 
tive action should re-
flect the student popu-
lation." 
Robinson said he 
thought there may be 
conflicts in any efforts 
to establish quotas at 
this time, noting that 
throughthe current em-
ployment system used 
by the school adminis-
tration, finding minor-
ities should not be a 
problem. If necessary 
a nation wide search 
should be made to find 
eligible minorities, he 
said. 
" r". ffi rmative action 
program is Impor-
tant," noted Howard 
Fuller of the Coalition 
to Save North Division, 
"not on ly on Vliet 
Street, but also to in-
sure that there will be 
an advocate for non-
white concerns, speci-
fically in the hiring 
and educational prac-
tices which have im-
pact on minority stu-
dents. 
Also speaking in be-
half of MIRC were re-
presentatives of the 
NAACP, Sherman Park 
Community Associa-
tion, Inner City Devel-
opment Project, the 
League of Women 
Vot ers and the Con-
c;ontlnue<l on PAge 7 
Ocl-. I - 6 c.J-. f 1 c; .f'o 
I 
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terence on Religious 
and Urban Af~i~ 
(CRUA). 
Reverend John 
Fisher of CRUA said 
he was appalled that 
information about 
affirmative action is not 
maintained by the 
School Administration. 
" It is extremely doubt-
fu l that without a full 
time staff, the Board 
wi ll ever carry out an 
affirmative action man-
date. It is also contra-
dictory that the Board 
can on one hand esta-
blish a policy statement 
yet does not carry out 
the goals," Rev. Fisher 
interjected. 
Other findings reveal-
ed by the Research Cen-
ter included: 
·The administration 
has failed to develop a 
written affirmative ac-
tion program or prepare 
annual reports for the 
School Board on speci-
fic goals and timetables. 
*Since adoption of 
the policy statement, 
MPS has replaced one 
half of the 14 division 
heads for the system, 
providing unique oppor-
tunities for minority 
persons, yet only one 
Black person has been 
hired. 
*Of the 185 posi-
tions listed under Curri-
culum and Instruction, 
only 24 are held by 
Afrimericans, four by 
Hispanic and one by a 
Native American. None 
of the 25 curriculum 
specialists and educa-
t ion supervisors in the 
department of Elemen-
tary and Secondary are 
minorities. 
*The Secretary-Busi-
ness Manager is respon-
sible for the general su-
pervision, management 
and conduct of the busi-
ness department, 
through accounting, 
construction, data pro 
cessing, plant operation, 
purchasing, repai r and 
school food services di-
vision. All seven of his 
division heads are white. 
Of the 171 central of-
fice staff under his ju-
risdiction, 161 were 
white and only nine are 
Black. 
*Of the 404 central 
office employees who 
serve under the Super-
intendent of Schools, 
only 54 are Black, eight 
are Hispanic and one is 
Native American. 
